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Visual Social Networking App

for 

Organizational Network Analysis

and 

beyond
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The views and opinions expressed are those of the author and do not necessarily reflect the official views of the 
European Union or the European Commission. Neither the European Union nor the European Commission can be 
held responsible for them.



Organizational Network Analysis - Simple Intro
• A method for mapping and analyzing how people actually interact at work.
• It doesn’t look at just job titles or departments. It looks at real relationships—who talks to whom, who asks for help, who shares information, who influences decisions.
• It does that by:

• Asking people short questions (e.g. “Who do you go to for advice?”), or
• Analyzing interaction data (like who’s in meetings, who messages whom, etc.)

• The result is a network:
• Each dot (node=vertex) is a person.
• Each line (link=edge) is a real connection between people based on the nature of interaction.

• You get a visual map that shows how the organization really works—not what’s on the envisaged and desired org chart. ©
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Organizational Network Analysis - Simple Intro
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lack of visibility of who's responsible for what  · lack of visibility of who knows what  ·  knowledge fragmentation  ·  wasted time searching for information  ·  repeated work  ·  tribal knowledge  ·  preventing development of true expertise  ·  poor cross-department communication  ·  slow decision making  ·  knowledge siloing  ·  protecting freeloaders  ·  burnout of the extra engaged  ·  
costs and delays

©
pe

op
le

t 
lt

d.
 2

0
2

5

4

(Some) Organizational Challenges ONA Helps Solve



Organizational Network Analysis – Benefits (I)
Who is most influential; You see which people others go to most often. These are the ones everyone relies on, regardless of title. They are crucial for passing on information, “informal leaders”, also those who are more likely to experience burnout.
Who is on the margin; You see which individuals sit at the edges of the network, with few or no connections. They’re not involved in key interactions and remain structurally detached from the core of the organizataion. Freeloaders or just simply left out due to structural inefficiencies.
Who holds the system together; Some people connect groups that wouldn’t be in contact otherwise. If they disappeared, communication would break down. These are crucial bridges between clusters, these are “trusted messengers”.
Who are the control nodes; You see which individuals must be guided or influenced so that the rest of the network can be indirectly reached. This helps management act precisely—focusing on the minimum set of people required to steer the whole.
How groups and clusters form; You see who naturally works together, even across departments. These are real working communities. Knowing these and influential connectors, leaders can confidently stage any rollout choreography.
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Organizational Network Analysis – Benefits (II)
Do groups connect across boundaries; You find out if teams or roles talk to each other—or stay stuck in their own bubble. You get to know the cohesiveness of your organization.
Imbalance of flow (direction and reciprocity); You can tell if someone’s always giving support but getting nothing back—or the other way around.
How the structure changes over time; By comparing two points in time, you can see if (and assume why) someone gained or lost influence, or if and why parts of the network broke apart or became stronger.
Efficient onboarding of new employees; new employee can more easily reach out and ask for information they need to excel. This makes onboarding more efficient and less frustrating.
Invisible work turns into visible and measurable work; ONA surfaces invisible, “glue” work that keeps systems running that goes unrecognized, making it quantifiable and visible to leaders. 
… and more. 
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Organizational Network Analysis – How “they” do it (1 - surveys)
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Organizational Network Analysis – How “they” do it (2 – digital interaction data)
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Status quo in the field
Surveys have value—they capture the nature of relationships and provide richer, layered connectivity. These are done by consultancies (e.g. OrgMapper (Maven7)).
But:
• They’re usually done only once every 1–2 years so they are outdated by default
• No current tools base their analysis on weighted relationships (the strength of interaction), they show eventually directionality and that’s it.
Digital interaction data (from platforms like Slack, MS Teams, Workday, etc.) can aid.
But:
• Without analyzing content, we can’t assign meaningful weights to interactions
• There are legal/privacy concerns and feasibility (volume of data) if analysing messaging content
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Status quo in the field
What’s needed is:
→ A tool that is live, continuous, and based on meaningful interactions
→ A system that brings value not only to management, but to all members of the organization
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peoplet
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A social network built around the organization—starting with its people.
• Every member creates a profile, invites other users, while rating the strength of their relationships.
• Every member builds their profile and defines their attributes.
Attributes include:
• Professional traits (skills, experience, interests, …). 
• Personal characteristics (personality traits, satisfaction). These often influence work as much as formal roles.
It functions like a social media app, but with real organizational purpose:
• Find people you need, directly or via shared connections
• See who knows who, who does what, and who to ask for what
• Let everyone—not just management—benefit from network transparency
• For leadership, it becomes a live, evolving map of the company
• Understand structure beyond the org chart
• Spot strengths, gaps, potential, and risk across the network (all general benefits of ONA)
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Open a Peoplet account
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Invite your coworkers ranking the strength of connections
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Define your attributes
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Analyse



Our polite request
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• Which characteristics (attributes) of employees do you consider key formonitoring, for team dynamics, interpersonal influence, and cohesion?
• Though we will make sure to include custom attributes, we would prefer to include as many as possible attributes already in the app interface. 
• This is in order to disable overlaps, as well as to have as many possible opinions on the employee traits which are valuable to include so that the app is useful for your needs.
• We want to ask you on this in person, as we strongly believe in-person talk can expose the less evident aspects HR or management would like to track for their company.
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Our small organization 
Peoplet Ltd. 
Lindar 176
52000 Lindar
Istria, Croatia

https://peoplet.io/team/

Get in touch via: info@peoplet.io
or any name . surname @ peoplet . io

https://peoplet.io/team/
mailto:info@peoplet.io
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